Introduction
Over the last few decades there has been a growing attention for the integration of paid work and personal life. The diversity of the workforce is increasing and the number of people who combine tasks is growing. Like national governments, employers are aware of this social trend, with employees increasingly needing to divide their time and attention between the demands of their job and care tasks at home. Research shows that if balancing work and family leads to problems, people function less effectively at work (Dikkers, 2008) . Conflicts and tensions between the demands at work and care tasks at home have a disheartening effect on employees, increase their risk of health problems, and consequently threaten the quality of organizations (Van Doorne-Huiskes, 1992).
Over the years, both public policies and organizational policies have been public sector organizations to be supportive is related to their visibility in the public debate and because they are more likely to be evaluated according to government standards and norms, while for private sector companies, profit related arguments are more important. However, public sector organizations vary in the degree of sensitivity to government standards and norms. Some public sector organizations develop and implement government policies, while others operate more on a 'distance' of politics and policy making. It can be expected that the more public sector organizations are subject to political pressure and involved in policy making, the more they will expose that -as an employer -they take policy measures in this direction.
Furthermore, with the introduction of new public management, business case arguments may have become more important in the public sector. HRM policies are developed to improve the performance of the public sector workforce. In addition, recruiting and retaining personnel become more important in public sector HRM, as due to demographic developments in European countries labor supply decreases. WLB support may serve as one of many instruments to attract and retain public sector employees. In fact, a Dutch survey showed that work life balance as a motive to choose public sector employment has become more important in the recent years, in particular for women (Groeneveld, Steijn & Van der Parre, 2009).
So far, research has paid little attention to variation within the public sector regarding to the development of HRM instruments like work-life policies but merely contrasted public and private sector organizations (e.g. Boyne, Jenkins & Poole, 1999).
The public sector, we will argue, consists of different sub-sectors of which some are more sensitive to government pressure than others. In addition, not all European governments emphasize the importance of work-life policies to the same degree. As a result the pressure to enhance WLB support in public sector organizations may vary across countries. In fact, the public sector forms an interesting case to examine the relation between national policy context and organizational HRM policies precisely because of the non-profit nature of public sector organizations. 
Contribution to existing literature
This paper builds on and contributes to two bodies of knowledge: HRM/diversity policies in the public sector and the work-family research field. Within both fields large N, crossnational research is limited. This is in particular true for data collected among organizations on the HR policies they implement and the way they extend statutory provisions. Most studies on diversity policies in the public sector are national employee that there is an increasing institutional pressure on organizations to develop work-life policies due to a changing workforce (more women and two-earner families) who wish to combine paid work with other responsibilities, public attention to these issues and more state regulations. Within the institutional perspective, the influence of the legal and normative environment on organizational structures and practices is emphasized (DiMaggio & Powell, 1983 , Scott, 1995 . Organizations do not only have to meet economic considerations, but also need to respond to regulations, norms, laws and social expectations (Goodstein, 1994) . The institutional approach points to the need of legitimacy of the organization in the wider social structure. Variability between organizations is explained by the extent to which maintenance of social legitimacy is salient to the organization. In particular public sector organizations, like public administration (ministries, federal bodies, local authorities), that operate in close vicinity of the development of state regulations are likely to be more sensitive for government pressure and are often put forward as a role model of a good employer. Public hospitals, schools, social services do provide public goods but may be less sensitive for government pressures to develop work-life policies. For state-owned organizations that operate on the market this might apply even less.
Based on the institutional approach we formulate the following hypothesis on the variation within the public sector: Large organizations benefit from economies of scale, which reduces the costs of the introduction of work-family arrangements per employee in their organizations.
Hence, the adoption of work-life policies is more costly for smaller organizations.
Moreover, large organizations often have a specialized human resource staff, which is more likely to be aware of increasing demands for WLB support and will have more expertise to react to these developments (Morgan & Milliken, 1992) national gender equality and perceived organisational work/family support. Therefore, we control for national gender equality in this study. In addition, we control for national labour market conditions by including the unemployment rate of countries.
Method

Data and design
The data source used for this research was the Establishment Survey on Working time and
Work-Life Balance 2004-2005 (ESWT) collected on behalf of the European Foundation
for the Improvement of Living and Working Conditions. In total 21 European member states participated in the research and more than 21,000 organizations and companies with 10 or more employees. HRM managers and union representatives were interviewed over the phone. This study will only make use of the interviews with HRM managers in the public sector. For this study we excluded Greece because of a lack of variation within the public sector (only public administration organizations participated in the research).
Hence, our data set contains information on 4,642 public sector organization in 20
European countries.
Measures
Dependent variable
The focus in this study is on work-life balance support (WLB support) provided by public sector organizations extending state provisions and legislation. Within the ESWT survey HRM managers were asked whether the following work-life policies are offered by the organization: allowing part-time according to employee wishes, possibility to change from full-time to part-time employment (for skilled and unskilled work), flexible working hours, working time account (possibility to save hours to take a full day off), employees using parental leave in the last three years, long term leave to take care of ill family members, long term leave to follow education or long term leave for other reasons, workplace crèche, other forms of childcare support, support for domestic work (cleaning or shopping services). For each arrangement a score of 1 is given if the organization offers this possibility or let employees use it as is the case with parental leave. Regarding part-time work a score of 1 is given only when it is mainly used because of employees wishes rather than company needs. The score for WLB support ranges between 0 and 12.
Independent variables
Organizational characteristics
To measure sector we constructed three dummy variables: public administration; health, social work and education; and other categories such as state owned transport or energy companies. Public administration is assumed to be most sensitive for (political) pressures to develop work life policies, whereas organizations in other categories are assumed to be least sensitive for government pressures.
Regarding size of the organization a distinction was made between small organizations (less than 20 employees), small-medium sized (20-49 employees), mediumsized (50-249 employees) and large organizations (250 employees or more). The proportion of women was included with the following categories: less than 20 per cent female staff, 20-40, 41-60, 61-80 and more than 80 percent of staff is female. Finally, the degree in which the organization experienced difficulties finding skilled staff (yes/no) was included as organizational characteristic.
Country characteristics
The variable of state support at the time of the survey is derived from Table A1 in the appendix. Based on extensive desk research, each country was rated according to public childcare provisions, parental leave arrangements and support for flexible work arrangements on a 4-point scale (high state support (4) to low state support (1)). High childcare support (4) includes the right to a childcare place and high enrolment of both children younger than 3 years of age and older; medium-high state support (3) refers to substantial enrolment of children younger (more than 30%) and older than 3, but no entitlement to childcare places (for instance, France and Belgium); medium-low (2) implies almost no coverage of the young age group, but substantial enrolment among children older than 3; and low state support (1) refers to very limited public childcare for both age groups.
Regarding parental leave provisions, length of leave, payment, and leave for fathers were taken into account. High state support (4) was taken to refer to long, generous compensated leaves, including paternity leave and/or a specific daddy quota for fathers; medium-high state support (3) for leave arrangements was taken to indicate long leaves and leave for fathers, but more minimal financial compensation; medium-low state support (2) refers to shorter leave periods, more unpaid leave, and/or the absence of specific leave for fathers; low state support (1) implies both the absence of paternity and parental leave, as is the case in Switzerland.
State support regarding flexible work arrangements focused on the state regulations regarding the possibility to adjust working hours to caring or other responsibilities. High state support (4) refers to the entitlement for all workers to extend or reduce working hours (as is the case in the Netherlands); medium-high support (3) indicates the presence of an entitlement for working parents to reduce working hours when they have young children (for instance Sweden); medium-low support (2) indicate a right to request reduction of working hours; low state support (1) indicates the absence of a specific entitlement for workers or only regulations that stimulate employers. All scores were summated. The scores ranged from low (3) to high (12) state support (see Table A1 and A2).
To control for the general labour market situation in a country, we used the unemployment rate of a particular country in the year of data collection (see Table A1 in the appendix). The United Nations Gender-related Development Index (GDI) was included to control for the degree of gender equality in a country at the time of research. (Table A2) . 
Results
Work life balance support in public sector organizations in 20 European countries
The average number of work life policies offered by European public sector organizations in our sample is 4. 
Multivariate analysis
In order to explain differences in WLB support in public sector organizations and test our hypotheses a multivariate analysis is conducted. Table 2 presents the results of an OLS regression analysis with the total number of work life policies as the dependent variable.
In model 1 only two sector dummies are adopted as independent variables. The results
show that compared to organizations in public administration organizations in the health sector, education and social work offer more work life policies, while the other sectors offer less. In this simple model our first hypothesis is not confirmed: as public administration organizations are assumed to be most sensitive to (political) pressure to offer work life policies, it was expected that they would offer the highest number of After adopting the business case variables, the effect of sector has changed. The difference in the average number of work life policies between public administration and organizations in the health sector, education and social work is no longer statistically significant. Differences in work life balance support between these sectors can be explained by differences in the economic drivers for conducting work life policies. In contrast, business case arguments do not explain the differences in the average number of work life policies between public administration and the other sectors. The study has some limitations and further analyses are needed. Firstly, the impact of institutional pressure was measured indirectly by looking at the impact of sector on the degree of WLB support. The data set does not include a direct measurement of institutional drivers. Secondly, so far, we have not yet taken into account that the organizations are nested in a specific country context. To deal with this multilevel problem, multilevel analyses will be performed. Thirdly, interaction effects will be added to the model. Based on the institutional theory we may expect that public administration organizations will be less affected by economic considerations than public sector organizations operating on a greater distance of national politics. To test this expectation, interaction terms on sector and organizational characteristics need to be estimated. It is also interesting to investigate whether state support and economic considerations reinforce each other. Interaction terms will be included in future multilevel analyses.
Finally, since we are working with cross-sectional data causality issues can be problematic. In particular, in relation to the impact of the proportion of female employees causality questions can be raised. In this paper we assumed that a higher proportion of female staff leads to more WLB support, however, research also shows that WLB support attracts female personnel. In fact, for many women the high degree of WLB support is a reason to choose for a job in the public sector (Steijn & Groeneveld, 2010). Approximately 30% of the 0-3 years old are covered by public child care provisions, and almost all 3-6 olds are enrolled in educationbased care. The main problem for working parents -especially of children older than 2,5 years of age, are the opening hours of facilities.
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Rate 3.
Employees with minimum service of 12 months are entitled to reduce working hours by one-fifth for up to five years (6 years in public sector), or by half for one year. Rate 1. Full coverage. All municipalities have to offer a guarantee of childcare from the age of 9 months until the school age of 6 years. If the municipality fails, parents are entitled to economic compensation corresponding to private care with a maximum of the costs of day care facilities for children in the age group. Rate 4.
Employer and employee have to enter into an agreement on part-time work, irrespective of collective agreements. The employee is protected against dismissal due to a refusal to enter into an agreement to work part-time or for making a request to work part-time. In cases concerning dismissal in these situations, the burden of proof is shared. This means that the actual circumstances on which the employer bases his right must be established. 
